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Abstract 
The purpose of the study was to investigate the effect of organisational culture on accounting procedures at 
National Investment Bank (NIB), focusing on the various branches in the Western Region of Ghana. The study 
adopted the quantitative approach. The design employed the descriptive survey design. The study population was 
62 permanent staff who were all considered for the study using the census method. Auxiliary employees such as 
cleaners, security staff and drivers were not considered. Questionnaire with a reliability coefficient of 0.857 was 
the instrument used. The data were analysed using means, standard deviations, and linear multiple regression 
analysis. The findings show that staff of the bank perceived the organisational culture of the bank positively. Also, 
staffs were satisfied with the culture of the bank. The study found that though NIB’s organisational culture relates 
positively to staff level of satisfaction; it does not predict accounting procedures of the bank strongly. It does so 
through staff level of satisfaction. The study, therefore, conclude that organisational culture of the bank has 
significant influence on the bank’s adopted accounting procedures. It is recommended to board of directors and 
management of the bank to ensure that the bank nurture and regularised the internal control culture and roles of 
staff appropriately through the bank’s strategic planning. This will lead to high level of staff satisfaction in the 
bank’s culture. This condition will in the long run lead to the general improvement in the accounting procedures 
of the bank.  
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1.0 Introduction  
Culture at the workplace, is a very potent force, which is planned and natured among new entrance upon their 
arrival. It is the very fibre that holds the organisation in concert. The weight of organisational culture is emphasised 
by Bailey (2009), who state that, without exception, the pre-eminence and steadiness of culture proved to be an 
indispensable quality of the first-rate organisation, banks inclusive. In organisations with strong culture, 
subordinates know what they are supposed to do in most situations because the handful of guiding values is crystal 
clear. Organisational culture can be seen as a set of beliefs, values, work styles and relationships that distinguish 
one organisation from another. It can also be seen as the sum of patterns of common convictions, rituals, fables 
and sentiments that become collectively acceptable from members of an organisation (Paramita, Lumbanraja & 
Absah, 2020).  
Generally, it is considered to be an important factor affecting organisational success or failure (Belias & 
Koustelios, 2014). According to Cheema and Abbas (2017), it is frequently held accountable for organisational 
ills and, on occasions, praised for creating positive qualities. Standards within organisations are determined largely 
by the culture of the organisation. Likewise, the financial regulations, accounting procedures, and internal control 
systems of organisations are determined by the culture of the organisation (Paramita et al., 2020). This means, the 
way of doing things in the organisation is the culture of the organisation. 
Many banks believe that their culture defines and shapes their direction in attaining their mission through a 
set of established values, and also boost staff satisfaction. Nonetheless, deep differences exist between such beliefs 
and the actual effects of a bank’s culture (Maina, 2016). These differences impact on overall optimised results 
through the identification of the bank’s core values. In relation to accounting procedures and practices, Saani (2019) 
indicated that there are best and internationally accepted practices that are intrinsic in the culture of all banks. 
However, compliance with these international accounting procedures does vary significantly among organisations 
within the banking sector (Hooi, 2017). It is therefore, appropriate for one to find out the reasons behind the 
differences in accounting procedures and also to examine the extent to which their way of doing things influence 
their accounting procedures.  
An effective accounting procedures supported by strong governance, and sound regulatory framework are 
significant to economic development. High accounting procedures underpin the trust that investors place in 
financial information and thus, play an integral role in contributing to a countries economic growth and financial 
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stability. In view of this many countries and organisations have developed in the public interest a single set of high 
quality, understandable and enforceable accounting procedures that require transparent and comparable 
information in general purpose financial statement (Saani, 2019). 
In its quest to promote accelerated growth through private sector-led, government of Ghana has directed 
organisations to adopt appropriate accounting procedures (Saani, 2019). However, effective accounting procedures 
do not exist in a vacuum, but operates in an environment characterised by a specific culture. The call for studying 
accounting culture within its environmental context has been suggested by many scholars (Chukwu, Aguwamba 
& Kanu, 2017; Saani, 2019). According to Saani (2019), such a call is mainly stimulated by a belief that accounting 
is a socially constructed reality; therefore, financial reporting practice cannot be separated from its cultural context. 
Indeed, culture plays important roles in constructing social structure and institutions (Dio, Darma, Febrianti & 
Mirwansyah, 2020).  
Consequently, culture may influence the accounting procedures of a company. However, there are currently 
culture issues that affect National Investment Bank (NIB) and other banks in Ghana. Some of these issues had to 
do with poor orientation, undefined roles among middle level staff, poor achievement indicators, and poor control 
measures as a result of favouritism, ethnocentrism and nepotism (Saani, 2019). Nevertheless, empirical studies 
have not provided conclusive and convincing evidence to support the claims made for the usefulness of accounting 
procedures and good organisational culture. The examinations to date have all but ignored the role organisational 
culture play in accounting procedures. The aim of this study is therefore, to contribute to an understanding of the 
influence of organisational culture on accounting procedures at NIB, focusing on the various branches in the 
Western Region of Ghana. 
The objective of the study was to investigate the different dimensions of organisational culture in the 
workplace in relation to their influence on accounting procedures at NIB, focusing on the various branches of the 
bank in the Western Region of Ghana. The specific objectives of the study were to: 
 examine the dimensions of organisational culture in NIB, Western Region; and 
 assess the effect of organisational culture of NIB, Western Region on the bank’s accounting procedures. 
The purpose of the study is to fill up significant gaps in the literature on organisational culture and accounting 
procedures in the context of developing countries like Ghana. The findings of the study when implemented would 
help management and finance officers of NIB, Western Region not only to be able to understand and deal with the 
bureaucratic systems in the financial system of the bank but also identify the usefulness of the bank’s culture and 
its influence on accounting procedures of the bank. In addition, the results of this study would also serve as a guide 
for administrators and financial officers in the banking sector to vary their approach and methodology in order to 
adapt to the culture and accounting procedures within the banking industry, and to improve service delivery in the 
country.  
With regard to geographical area, the study was delimited to NIB, Western Region. In relation to elements, 
the study focused on all permanent staff and management of NIB, Western Region who are involved in the 
accounting and finances of the bank. The study further focused on two main variables: organisational culture and 
accounting procedures. The organisational culture variable was delimited to four dimensions: control, role, 
outcome and orientation while the accounting procedures variable was delimited to five facets: control 
environment, risk assessment, control activities, information and communication, and monitoring. 
 
2.0  Conceptual Framework 
Several theories have been formulated to show the inherent connection between organisational culture and 
accounting procedures. Some theoretical models assert that organisational culture create a positive impact on 
employees’ satisfaction and behaviours which in turn influence their effectiveness. In this study, the Schein’s 
theory of organisational culture was used to underpin the argument of the study. Schein’s theory of organisational 
culture consists of three domains: basic underlying assumptions, espoused values, and artifacts. The argument of 
the theory is that the bank’s products, physical environment, language, technology, clothing, myths and stories, 
published values, rituals and ceremonies must all work to build and develop the bank’s culture (Maina, 2016). This 
in the long run will help boost staff satisfaction in the culture of the bank which will in turn help hence their 
accounting procedures in the bank.  
Based on the argument of the theory, the study adopted four components of organisational culture: control, 
role, outcome, and orientation. Also, in relation to accounting procedures, four components were considered: 
control environment, risk assessment, control activities, and monitoring of controls. The four components of 
organisational culture adopted are in line with that of Saani (2019) while that of accounting procedures are in line 
with that of Dineshkumar and Kogulacumar (2017). The study also introduced a moderator to see its effects on the 
bank’s accounting procedures. Some staff of most banks in Ghana easily gets further up with respect to their 
satisfaction to the work they do at the bank (Saani, 2019). The researchers inclined to think that whenever the 
various forms of organisational culture adopted by the bank get employees to be satisfied with their work, it makes 
them develop sense of belongingness to what the bank stand for. When that happens, it may translate into increase 
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in the effectiveness of the accounting procedures of the bank in the long run. The link between the independent 
(four organisational culture dimensions), moderating (satisfaction), and dependent (accounting procedures) 
variables is illustrated in Figure 1.  
 
 
Figure 1: Organizational culture as regressor of accounting procedure 
Source: Adapted from Dineshkumar and Kogulacumar (2017) and Saani (2019)  
The argument of the study is that, the four main components of organisational culture when adopted and 
implemented effectively as expected, are likely to induce employees’ satisfaction with the work they do at the 
bank. With these control culture strategies in place, employees are likely to feel more satisfied and see themselves 
as accepted members of the bank. They will develop the desire to belong and be an important part of the bank. 
These variables may also strengthen the internal dynamics of the bank which will then lead to staff satisfaction. In 
other words, strengthening or improving the various adopted organisational culture dimensions of the bank will 
lead to an inducement of employees’ satisfaction in the bank with regard to their work, which will intend improve 
the accounting procedures of the bank in the long run.  
 
3.0  Research Methodology 
The descriptive survey design was employed for this study. This design was used because the study entailed a 
survey of staff perception of the issues, situations and processes. The target population for the study was all staff 
of NIB Ghana limited while the accessible population was all staff of NIB in the Western Region of Ghana. Current 
data available to the researcher show that there are 62 permanent staffs of the bank in the region. This number 
excludes auxiliary employees such as cleaners, security staff and drivers. Due to the small number of staff at NIB 
in the Western Region of Ghana, the census method was deemed proper and doable. The census method was also 
employed because staffs of the bank were quite different from each other in terms of qualification, gender, 
experience and responsibilities. Most researchers are of the view that it is always appropriate to use the census 
method in a study with relatively small and variable population (Kelly, 2016).  
Questionnaire with a reliability coefficient of 0.857, was the instrument used to collect the data. Prior to the 
administration of the questionnaire, an informal familiarisation visits were made to the various branches of the 
bank in the region to confirm respondents participation. The questionnaires were administered personally by the 
researchers with the support of known staff. The data collection procedures were carried out in three stages. The 
first stage was the collection of list of respondents. The second stage was the distribution of the questionnaire to 
respondents while the third stage focused on retrieving of the questionnaire administered to the respondents. At 
the end of data collection, the researcher was able to collect all the 62 questionnaires administered. This resulted 
in 100 percent response rate.  
Data on the first specific objectives were analysed using means and standard deviation since the distribution 
was normal while data on the second specific objectives were analysed using linear multiple regression analysis. 
The linear multiple regression analysis was used to determine if the explanatory variables explain a substantial 
proportion of the variance in the effectiveness of accounting procedures of the bank. According to Darren and 
Mallery (2014), to find out the influence of independent variables on a dependent variable, where both variables 
are measured using discrete scale and the distribution is normal, it is appropriate to use the linear multiple 
regression analysis.  
 
4.0  Results and Discussion 
The rationale for the first specific objective of the study was to know the perceptions of staff on the organisational 
culture of the bank in order to find out which of the dimensions of organisational culture are highly perceive and 
the one that is lowly perceived. The perceptions of the staff on organisational culture were described in terms of 






 Control dimension 
 Role dimension  
 Outcome dimension 
 Orientation dimension 
Accounting Procedures 
 Control environment  
 Risk assessment 
 Control activities 
 Monitoring of controls 
European Journal of Business and Management                                                                                                                               www.iiste.org 
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 
Vol.12, No.27, 2020 
 
89 
Table 1: Respondents’ Perceptions on Organisational Culture of the Bank 
Dimensions of organisational culture Mean Std. Dev. Scales 
Control dimension 4.25 0.56 1 – 5 
Role dimension 4.10 0.47 1 – 5 
Outcomes dimension  4.16 0.56 1 – 5 
Orientation dimension 3.99 0.41 1 – 5 
Source: Field data, 2020                   Where Std. Dev. = standard deviation.                (N = 62) 
As indicated in Table 1, respondents perceived control (Mean = 4.25, Std. Dev. = 0.56) (with the highest 
mean scores) to be the most dominant organisation culture dimension they consider most, followed by outcomes 
(Mean = 4.16, Std. Dev. = 0.56), role (Mean = 4.10, Std. Dev. = 0.47) and staff orientation (Mean = 3.99, Std. Dev. 
= 0.41). All the features were rated moderately in positive terms with regard to staff view on organisational culture. 
Staff orientation (Mean = 3.99, Std. Dev. = 0.41) with the lowest mean score was perceived on the overall as least 
feature that respondents consider. However, the degree of respondents’ perception on the dimensions of 
organisational culture was largely positive. Therefore, staff of NIB in the Western Region perceived the culture of 
the bank positively. The standard deviations were moderate, indicating the non-dispersion in a widely-spread 
distribution. This means the views of the staff were coming from a moderate homogeneous group that is, a group 
with similar characteristics.  
The findings show that staffs were in favour of the organisational culture of the bank. This finding supports 
the submission made by Maina (2016) that for staff to be satisfied in a bank, they must first perceive the bank’s 
culture in positive terms. Also, findings are congruent with the comments of Hooi (2017) who posits that most 
staff perceive their organisations’ culture practices positively, especially where the corporate culture of the 
organisation are non-personal and standard. Hooi added that the degree to which organisations’ conditions foster 
the development of employees, allows scope for growth and application of new ideas and methods to solve 
particular problems are lacking in most organisations. However, some organisations continue to provide 
meaningful level of stimulation and support to employees. This shows that if there is a sense of team spirit among 
the members of the bank, the culture is likely to be perceived as considerate, warm and supportive. 
The rationale of the second specific objective of the study was to assess the effect of organisational culture 
of NIB, Western Region on the bank’s accounting procedures. Multiple regression analysis procedures were 
adopted to analyse the data. Organisational culture of banks and the implementation of effective accounting 
procedures in the banking industry have come under attack but the literature fails to establish a link between these 
two variables. The study is of the view that the link between these two variables is mediated by staff level of 
satisfaction in the organisational culture of the bank. In dealing with this objective, the researchers first conducted 
preliminary analysis which shows that the data meet the colloniarity and homogeneity conditions. First, accounting 
procedures was used as the dependent variable while dimensions of organisational culture were treated as 
independent variables. Staff level of satisfaction in the bank’s culture was treated as a moderator. Results of the 
analysis are shown in Tables 2 and 3. 









B Std. Error Beta () Tolerance VIF 
Control  0.283 0.022 0.278** 0.000 0.627 1.595 
Role  0.122 0.022 0.123** 0.000 0.603 1.659 
Outcomes 0.098 0.022 0.111** 0.000 0.481 2.079 











Source: Field data, 2020                            **p < 0.01                                   (N = 62) 
Dependent Variable: Accounting Procedures 
The multiple regression analysis involved testing of two models. In the first model the four features of 
organisational culture were entered as independent variables. As indicated in Table 2, three variables had 
significant association with accounting procedures of the bank at 0.01 significance level. However, staff 
orientation was not significant. The table show that the variables that predict the bank’s accounting procedures in 
order of importance are control ( = 0.278, p < 0.01), role ( = 0.123, p < 0.01), outcomes ( = 0.111, p < 0.01). 
The finding that staff orientation has no statistically significant effect on accounting procedures of the bank is 
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congruent with that of Hooi (2017) who found out that long-term orientation is found to be a non-significant 
cultural value with banking disclosures. According to Hooi, the only significant cultural dimension is uncertainty 
avoidance. The study also found that the use of disclosure rate tends to yield slightly better results in terms of 
explanatory power compared to disclosure band.  
It is, however, significant to observe that the proportional contribution of the four dimensions of 
organisational culture to accounting procedures of the bank is 0.493 with an adjusted R2 of 0.471. This means that 
organisational culture of the bank is able to explain 49.3 percent of the variance in accounting procedures of the 
bank. It therefore, means that besides these variables identified, other variables not yet in the model have a chance 
of contributing 50.7 percent to accounting procedures of the bank. The findings may mean that when there are 
rules and regulations that guide staff in their work and behaviour, when both staff and customers are conversant 
with the rules and regulations of the bank, and also when the rules and regulations of the bank are reviewed from 
time to time to make them relevant to the community’s values, the accounting procedures of the bank becomes 
more significant and productive to the staff, customers and the bank as a whole. Similarly, when employees of the 
bank clearly understand what they are supposed to do and what they are not supposed to do, when employees of 
the bank relate cordially to one another, when there are clearly defined channels of communication in the bank, 
and when responsibilities and roles are equitably shared in the bank, it will produce accounting procedures that 
are more effective and productive to the bank. 
Furthermore, accounting procedures of the bank become more productive when employees of the bank always 
aim at working to achieve the best of results, when hardworking staff and loyal customers are recognised, and 
when staff who come out with new ideas are encouraged. Likewise, when the orientation given to new staff and 
customers are affective, the accounting procedures of the bank will be adhere to by these staff and customers 
effectively which in the long run may lead to a significant increase in the finances of the bank. 
As presented in Table 3, in the second model job satisfaction was entered into the equation to serve as a 
moderator. The theory here is that the independent variables do not predict the bank’s accounting procedures 
directly and that they do so indirectly through staff level of satisfaction with the bank’s culture. When the variable 
job satisfaction entered the equation the beta coefficients of all the significant variables shrank. The percentage 
changes accounting for the shrinkage are control (14.7%), role (64.2) and outcomes (3.6%). The beta coefficient 
of staff orientation which was non-statistically significant in the first model became significant.  
Table 3 further show that staff level of satisfaction ( = 0.377, p < 0.01) was statistically significant when it 
was entered into the first model, which did change the beta coefficients of other significant variables in the second 
model. What all the resultant shrinkages and statistically non significance mean is that the various dimensions of 
organisational culture predict accounting procedures of the bank more when staff are satisfied with the culture of 
the bank. In other words, the four independent variables in themselves do not explain significantly accounting 
procedures of the bank directly, they do so only when staff are satisfied with the culture of the bank.  










B Std. Error Beta () Tolerance VIF 
Control  0.223 0.057 0.237** 0.000 0.753 1.329 
Role  0.046 0.025 0.044* 0.016 0.527 1.896 
Outcomes 0.186 0.053 0.107** 0.001 0.743 1.346 
Staff orientation 0.097 0.046 0.098** 0.001 0.752 1.329 











Source: Field data, 2018                     **p < 0.01         *p < 0.05                        (N = 62) 
Dependent Variable: Accounting Procedures 
As depicted in Table 3, there was a significant increase with regard to the proportional contribution (R2) of 
all the entered variables, including job satisfaction to the dependent variable. It increased from 0.493 to 0.797 with 
an adjusted R2 of 0.784, which means that when organisational culture is present, its predictability of accounting 
procedures of the bank becomes more potent when staffs are satisfied with the culture of the bank. The rate of 
change regarding the R square was 38.1 percent. This shows that staff level of satisfaction in the culture of the 
bank is a key factor that organisational culture of the bank must complement to produce effective accounting 
procedures.  
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This confirms the findings of Paramita et al. (2020) that organisational cultures which have strong norms for 
control, role, outcomes, internalisation and identification are likely to generate high levels of staff job satisfaction 
and commitment to work. This means, when job satisfaction of employees is high, then the culture of the 
organisation becomes more potent as predictors of commitment. Also, the more staffs are satisfied with the culture 
of the organisation, the more established or correct way the organisation’s activities, practices, and professionalism 
are done effectively for financial purposes. As it has been specified some time recently, accounting procedures are 
basic segment of a bank’s administration and an establishment for its sheltered and sound operations (Hooi, 2017). 
Generally, organisations with effective accounting procedures are seen to be essentially bigger, more profoundly 
controlled, more aggressive, more productive, more fluid, more traditionalist in their bookkeeping strategies, more 
capable in their administration and bookkeeping, and subject to better administration controls. 
Furthermore, the findings support that of Maina (2016) who concluded that commercial banks had 
organisation culture that determined how things were done, employees were like-minded and held similar beliefs 
and values, commercial banks were guided by values of consistency, adaptability and effective communication 
system, employees had a sense of identity which increased their satisfaction in what they do, and commercial 
banks had clearly spelt out work ethics. Also, the findings that control, role, outcome, and staff orientation, which 
are dimensions of organisational culture, have positive impact on accounting procedures of the bank supports the 
comment of Saani (2019) who posits that risk and control mindfulness have an impact on the extent of the 
accounting procedures adopted by an institution. At the point when administration knows about dangers and 
control exercises, they will probably comprehend the part of the accounting procedures in observing danger and 
control exercises; along these lines it is more probable that they will bolster generally bigger procedural systems 
(Saani, 2019).  
 
5.0  Conclusions 
Staffs of NIB in the Western Region of Ghana are happy with the distinctive pattern of shared assumptions, values 
and norms that shape the socialisation activities, language, symbols, rites and ceremonies of the bank and its staff 
and customers. That is, they have positive perception of the organisational culture of the bank. However, the 
organisational culture of the bank does not influence the correct way the bank’s activities, practices, and 
professionalism are done effectively for financial purposes strongly. It does so only if it boosts staff level of 
satisfaction in the organisational culture of the bank. If staff of the bank are satisfied with the bank’s way of doing 
things, they are likely to develop high level of sense of belongingness to the bank which will in turn ignite them 
to established or do things correctly to ensure effectiveness in the financial purposes of the bank with regard to 
their activities and professionalism.  
Whenever the dimensions of organisational culture of the bank get staff to be satisfied with their job in 
the bank, it makes them committed to what the bank stands for. When that happens and there is critical mass of 
employees who are satisfied with the organisational culture of the bank, it will translate into the adaption of correct 
way the bank’s activities, practices, and professionalism are done effectively for financial purposes. Therefore, to 
ensure that there are appropriate accounting procedures in the banking industry, banks must nurture the kind of 
atmosphere that will make staff satisfied with the culture of the banks and the industry at large. This will influence 
the staff to ensure that the institutional objectives of the banks are realised. 
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